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Abstract   
In Human Resource Management, emphasis is greatly placed on the pattern of role 
relationship to the neglect of the interpersonal relationship among workgroups by 
managers. Scholars are also guilty of this as they tend to devout greatly their literary work 
on other workgroup relationship contexts. The study Interpersonal Relationship and 
Human Resource Management in Public Organisations: A Study of Securities and 
Exchange Commission, is a cross-sectional survey research that is aimed at determining 
the extent to which interpersonal relationship has effected the role relationships within 
workgroups in public organizations and how it can be managed toward Human Resource 
Management. The study utilized a structured questionnaire to obtain primary data and 
was analyzed using simple percentage statistical method as presented. Hypothesis was 
formulated and tested, using the Chi-Square Method and conclusions reached based on 
the findings of the study; that workgroups with good interpersonal relationship perform 
better as a team in public organisations in Nigeria. The study recommends that the socio-
psychological environment of members should be a determinant for workgroup selection, 
relationship management and development in public organizations in Nigeria. 
  
Keywords: Interpersonal, Human, Management, Organization, Resources, Relationship, 
Public. 
 
1.  INTRODUCTION  
 
The task and responsibility of Human Resource Managers revolves around the human 
effort or workforce of an organization, to effectively carryout this responsibility it is 
paramount to understand the nature and importance of interpersonal relationship among 
the people in the organization whom they manage. More so is the important role human 
beings play in an organization. This is owned to the fact that “no man is an island of 
himself” (dependency). So long as task execution, involves two or more people, these 
people must interact in a particular pattern outside the role interaction and this no doubt 
will have effect on the joint goal they seek to achieve. It is worthy of note to state that, 
positive interpersonal relationship among workforce will lead to effective goal 
actualization; while negative ones will have negative effect. 
 
The job of a Human Resource Manager is the efficient management of these human 
efforts of an organization towards optimization of the organizational goals. It then 
becomes very necessary for such managers to be acquainted with how people interact in 
relation to one another and how this affects the role they play in the organization, what 
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informs such relationship and the extent of such relationship and human resource goal 
actualization. More so as it will help Human resource Managers to better understand the 
worker, and all the issues affecting the worker as an individual and as a member of a team 
or workgroup. 
 
An understanding of the worker’s social and psychological environment will better 
enhance the role of Human resource Managers in public organisations, but the big 
question is “Why the neglect of this vital part of the worker’s social and psychological 
life by scholars and managers and emphasis greatly concentrated on role relationship 
rather than both (i.e. role relationship and interpersonal relationships)? Another very 
serious problem is how can the positive interpersonal relationships that supports goal 
actualization be encouraged and the negative ones that obstructs goal actualization be 
discouraged? 
 
This research seeks to explore the process of interpersonal relationship and its 
implications on task accomplishment (role relationship) and human resource management 
efficiency, in terms of human resource utilization.  
 
Securities and Exchange Commission (SEC) is the apex regulator of the Nigerian Capital 
Market and is responsible for creating the enabling environment for issuers, investors and 
operators to participate fully in the capital market activities. The role of the Commission 
is broadly divided into regulatory and developmental. A commission vested with such a 
mandate can better perform its function only if its human resource are better managed. 
Paramount to such objective is the understanding of the interpersonal relationship pattern 
of the workforce of such a Commission, thus the significance of the study. 
 
2.  STATEMENT OF THE PROBLEM 
 
It is unarguable that the role of a human resource manager revolves around “attracting, 
developing and maintaining an efficient workforce” (Onah, 2008, p. 6), but this goal 
cannot be fully achieved without a clear understanding of the interpersonal systems of the 
workgroup they are to manage. Even though human resource management is a discipline 
which draws most of it contents from sociology, psychology, social-psychology, 
anthropology, etc. Most scholarly work on relationships focuses on the small subset of 
interpersonal relationships involving romantic partners in pairs or dyads. Scholars tend to 
deviate from interpersonal relationship in work and its impact. They have dealt 
extensively with the concept in other social contexts like family, marriage, culture, and 
even in broader context like the society but only little attention is been given to workgroup 
as an interpersonal relationship context. 
 
The neglect as earlier mentioned is not only peculiar to scholars alone but also to workers 
and human resource managers. Barry and Rhoda, (2008, p. 176), in illustrating the 
emphasis on role relationship and its implication stated that, “some newly appointed 
supervisors may deliberately create barriers between themselves and subordinates. They 
attempt to draw a sharp distinction between roles relationships and interpersonal 
relationships”. They are too “impersonal and aloof, thinking that this is appropriate role 
behavior”. Employees usually respond to these actions by “becoming defensive or less 
trusting”. 
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Most personnel administrators are also guilty of this, as most frequent than not they tend 
to as much as possible prevent all forms of interaction among subordinates that is outside 
their schedule. Believing that giving room for such relationship will jeopardize the 
actualization of the organization’s set goals. 
 
 Roles are inescapable but they need not contribute to the depersonalization of 
relationships. Each role is played by a person. Others should be able to get to know that 
person regardless of the role the individual has been assigned. The question that first 
comes to mind as result of this neglect, is whether or not interpersonal relationship has 
impact on workgroup performance, hence its relevance in human resource management? 
 
3.  OBJECTIVE OF THE STUDY 
 
Usually, the general and specific objectives are stated. The general objective of the study 
is to determine the impact of interpersonal relationship on workgroup performance 
(productivity) in public organizations in Nigeria. While in specific terms, the 
objectives of the study are: 
• To ascertain whether or not interpersonal relationship can improve the 
performance of workgroups in Securities and Exchange Commission, and if so, 
• Determine whether interpersonal relationship enhanced superior-subordinate role 
relationship, and 
• Proffer techniques for managing interpersonal relationship in workgroups towards 
efficiency.  
 
4.  SIGNIFICANCE OF THE STUDY 
 
Interpersonal relationship is an inevitable phenomenon in any form of group or group 
activity. The pattern of such relationships has a great implication in terms of the 
actualization of their set goals. It’s worthy of note to state that where such pattern of 
relationship is favourable, it will promote the general goal actualization through 
workgroup compatibility. And where the relationship pattern is unfavourable, the reverse 
is the case. 
 
Theoretically, the study provides an extensive literature on the concept of interpersonal 
relationship in workgroup and it implication in terms of group productivity and its 
application in human resource management. The study will narrow the gap in literature 
on the subject under review (i.e. interpersonal relationship and human resource 
management. 
 
Fill existing gap in knowledge by highlighting the implication of interpersonal 
relationship on performance of working with empirical facts. Thus, in practical terms, the 
study will provide for human resource managers in public and private organizations 
rudimentary facts that are vital to positive relationship development and management. It 
will also provide a base for understanding the socio-psychological background of the 
workgroup and its members (employees). 
 
5.  HYPOTHESIS 
The null hypothesis method was adopted in the formulation of the research hypothesis, 
for easy comparism and testing. Below is the research hypothesis; 
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H0 good interpersonal relationship will not improve the performance of work groups in 
security and exchange commission as a public organizations in Nigeria. 
H1 good interpersonal relationship will improve the performance of work groups in public 
organizations in Nigeria. 
 
6.  SCOPE AND LIMITATIONS OF THE STUDY 
 
The study ‘Interpersonal Relationship and Human resource management in Public 
Organisations: A Study of Securities and Exchange Commission of Nigeria’, is focused 
on the impact of interpersonal relationship on role relationship among staff of public 
organisations in Nigeria, with reference to Securities and Exchange Commission. It is 
concerned with how the understanding of interpersonal relationship can further enhance 
the role of human resource managers in terms of efficiency. 
 
The study is limited to Securities and Exchange Commission owned to lack of financial 
resource to pursue a comprehensive and all inclusive research on all public organisations 
in Nigeria.  
 
7.  LITERATURE REVIEW 
 
7.1 Interpersonal Relationship 
 
The term interpersonal according to the Webster’s Dictionary 2008 refers to “existing 
between people”, while relationship implies “a state of being related or a connection”. 
For a clearer understanding of the concept of interpersonal relationship, it will be of great 
importance to firstly look at interpersonal system, this because interpersonal relationship, 
is a part, of this system. Interpersonal system can be defined as “those processes in which 
two or more individuals interact with each other over a brief or extended period” (Edgar, 
& Rhoda, 2000, p. 746). This interaction or mutual influence is governed by shared 
normative expectation that defines the appropriate behavior for individuals who occupy 
complementary or common social positions in the course of their interaction or mutual 
influence. Interpersonal system includes; interpersonal relationships, group, and 
collective forms. 
 
From the above explanation of interpersonal relationship by Edgar and Rhoda, 
interpersonal relationship can therefore be defined as two or more individuals have an 
ongoing interaction that is governed by their shared normative expectations. These 
expectations to Edgar and Rhoda are derived from social definitions that delineate 
appropriate behavior for people occupying social positions that characterize the 
individual and emerge in the course of the ongoing social interaction. They went further 
to say that, these relationships develop through stages but usually vary from need for 
inclusion, to control and affection. 
 
7.2 Human Resource Management 
 
Before delving into the concept of Human resource management, it will be of immense 
importance to first of all look into the concept of management. The term management 
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according to Taylor, (1903, p. 10), is defined as the “knowing exactly what you want 
(people) to do and seeing that they do it in the best and cheapest way”. This is more or 
less an economic way of looking at management as it greatly concerns efficiency. Griffin, 
(1997, p. 23), defined it as a set of “activities that (includes planning and decision-making, 
organizing, leading and controlling) directed at an organization’s resources (human, 
financial, physical, and information) with the aim of achieving organizational goals in an 
efficient and effective manner. 
 
Onah, (2008, p. 3), saw management is responsible for combining and coordinating these 
various resources to achieve the organization’s goals. He saw human resource as the 
cardinal element of management, thus the importance and necessity of human resource 
management. Human resource according to Barney (1995, p. 50), in Onah, (2008, p. 3), 
includes all the experiences, skills, judgments, abilities, knowledge, contacts, risk-taking 
and wisdom of individual, and associates in an organisation. Human Resource 
Management (HRM) is the function within an organization that focuses on recruitment 
of, management of, and providing direction for the people who work in the organization. 
Human Resource Management can also be performed by line managers. Human Resource 
Management is the organizational function that deals with issues related to people such 
as compensation, hiring, performance management, organizational development, safety, 
wellness, benefits, employee motivation, communication, administration, and training. 
 
It could be concluded from Griffin’s definition as given above, that human resource 
management is the set of activities directed at the human efforts of an organization 
towards the organization’s effective and efficient goal actualization, which includes 
activities such as planning, decision-making, organizing, leading and controlling. In 
Griffin’s own words, human resource management is “a set of organizational activities 
directed at attracting, developing, and maintaining an effective workforce”. Mathias and 
Jackson, (1997, p. 84), saw human resource management as the design of a formal system 
in organizations to ensure effective and efficient use of human talents to accomplish 
organizational goals. 
 
Frank, (1974, p. 317), in his own view saw human resource management as “a series of 
activities in which the job, the individual and the organisation all interact as each develops 
and changes. Frank identified two major groups of human resource management 
activities. The first group of activities includes; recruitment, selection, placement, 
compensation, and appraisal of human resource. These set of functions has to do with or 
refers to personnel or human resource utilization. While the second group of functions, 
deals with “working with the existing human resource in order to improve their efficiency 
and effectiveness”. These set of actions are meant to “enable the existing members of the 
organisation to assume new roles and functions” (Onah, 2008, p. 4). There are concerned 
with human resource development. He went further to state that the goal of human 
resource management is to develop the worker in the organisation to contribute to goal 
achievement of the organisation by management improved productivity, quality and 
service. 
 
It is worthy of note to state at this point that it is as a result of these set of functions (the 
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7.3 Appraisal Of Reviewed Literature: Interpersonal Relationsip And Human 
Resource Management In Public Organizations In Nigeria 
 
It worthy of note to say that a clear understanding of the very issues in the interpersonal 
system of the individual in public organizations is a key factor to effective and efficient 
utilization of human resource in these organizations. The importance of this knowledge 
is based on the fact that, there exists a variation in individual behavior (i.e. individual 
differences). To this ends, no two individuals behaves alike and thus affects the way they 
interact and relate to each other in public organization. 
 
The effort of the human resource manager in public organizations will be futile, if he or 
she have no knowledge of these interpersonal relationship processes. People are bound to 
interact in an organization, and it is the nature of this interaction that determines how 
effective and efficient these individuals can function on their role in the organization (i.e. 
productive pattern of interaction). Understanding the dynamics of these interpersonal 
processes called interpersonal relationship is paramount to human resource management 
efficiency most especially in public organisation. 
 
In order to enhance and exploit the advantages of interpersonal relationships in public 
organizations, the human resource manager must among others understand; the setting of 
interpersonal relationships, what informs it, how best to utilize these factors to best 
actualize human resource efficiency and promote those that better further the process and 
discourage those that reduces the tendencies of goal achievement of human resource 
management. 
 
First among these issues to be understood, are the factors that affect interpersonal 
relationship in public organization. The human resource manager must understand that 
individuals have three needs that have given raise to interpersonal need (i.e. affection, 
inclusion and control), the individual factors and how this plays and interplays in the 
process of interpersonal relationships and it should be noted that it is the trade-off 
(exchange) of these needs and the subsequent balance that guarantees a favourable 
relationship. Emotional intelligence, for instance, has to do with being aware of the 
personal emotions and those of others and to be able to interact in a productive way. A 
clear knowledge of the individual emotional intelligence will better and further the 
understanding of the human resource manager in the process of managing interpersonal 
relationship towards efficiency, this is vital to the process of selection and placement. 
Paramount to such understanding is competence such as; self awareness (i.e. being aware 
of what you are feeling, and being conscious of the emotions within you). The human 
resource manager must inculcate in his planning for development activities that will allow 
for the individual to be very much aware of his feelings. Such activities could include 
personal contacts, counseling sections, etc. 
 
Managing emotions: implies the ability to balance one’s mood so that worry, anxiety, fear 
or anger does not get in the way of what needs to be done. Although, this is not trying to 
suppress or deny them, it is an attempt at understanding them and using the understanding 
to deal with situations productively. The role of the human resource manager in this case 
is to help the individual develop self confidence in him and also open-up (self-disclosure). 
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Motivating self: the vital role intrinsic factors play in motivation can not be 
overemphasized owned to the fact that motivation driven out of such factor are more 
permanent and result oriented. This is the ability of human resource manger to help the 
individual to be hopeful and optimistic despite setbacks, obstacles or even outright failure. 
This will go a long way towards boosting such interpersonal process. This could take the 
form of verbal encouragement, given further opportunity for trial and coaching.  This is 
because it is needed to maintain a long-term relationship. 
 
It is worthy of note to state at this juncture that among all the literature reviewed in the 
cause of this research work, it was discovered among others that, there existed no work 
that dealt with the interpersonal relationship in workgroup and the applicability of the 
concept to human resource management in general, say the least in public organisation in 
Nigeria. The implication of this is that although there is an exhaustive literature on both 
concepts (interpersonal relationship and human resource management) there is no 
literature that tends to marry or close the gap between these two. It is therefore, the hope 
of this study to close-in on the above identified gap. 
 
7.4 The Historical Background Of Securities And Exchange Commission Of 
Nigeria And Its Functions 
 
In 1962, a year after the establishment of the Lagos Stock Exchange, an ad hoc 
consultative and advisory body known as the Capital Issues Committee was established 
under the aegis of the Central Bank of Nigeria (CBN). Its mandate was to examine 
applications from companies seeking to raise capital from the market and to recommend 
the timing of such issues. The Committee, however, had no legal backing, but operated 
non-officially as a capital market consultative and advisory body within the Central Bank 
of Nigeria. 
An increase in the level of economic activities, and consequently capital market activities 
after cessation of the civil war hostilities, coupled with the promulgation of the Nigerian 
Enterprises Promotion Decree in 1972, necessitated the creation of another body, the 
Capital Issues Commission in March, 1973 to take over the activities of the Capital Issues 
Committee. The new body statutorily backed by the Capital Issues Commission Decree 
of 1973 which established a board of nine (9) members, including a representative of the 
Central Bank of Nigeria, serving as Chairman, while the other eight (8) members were 
drawn from some Federal Ministries, the industrial and finance sectors.  
  
Following the acceptance of the recommendations of the Financial System Reviewing 
Committee in 1976, the Federal Government endorsed the establishment of the Securities 
and Exchange Commission to supersede the Capital Issues Commission. Consequently, 
the Securities and Exchange Commission Decree No. 71 of 1979 was promulgated, in 
effective retrospectively on April 1, 1978, thus establishing the Commission and vesting 
wider power on it to regulate and develop the Nigerian Capital Market, in addition to 
determining the prices of issues and setting the basis of allotment of securities. Unlike its 
two predecessors, the Commission at this stage was excised from the CBN, although it 
continued to receive further funding from the apex bank. It also had an enlarged 12-
member board with a CBN representative as its chairman. Other members were drawn 
from the Ministries of Finance, Trade and Industries, The Nigerian Stock Exchange and 
the Nigerian Enterprises Promotion Board; while other members were nominated on the 
basis of personal merit. The Commission however took off effectively on January 1 1980 
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with a staff of fifty-one (51), seven (7) of which were on secondment (for a period of 
three years) from the Central Bank of Nigeria (CBN) while service staff were newly 
recruited. 
  
Nine years after the establishment of the Securities and Exchange Commission, the 
enabling law, Decree No. 7 of 1979 was re-enacted as SEC Decree No. 29 of 1988 with 
additional provisions to address observed lapses in the previous arrangement and to 
enable the Commission pursue its functions more effectively. To further enhance the 
Commission's pursuit of its objectives of investors’ protection and capital market 
regulation, was carried out in 1996 by a 7-man panel headed by Chief Dennis Odife. 
Based on the panel's recommendation, a new Act known as "The Investment and 
Securities Act No. 45 of 1999" was promulgated on May 26, 1999. The Act repealed the 
SEC Act of 1998. The new Act is expected to promote a more efficient and virile capital 
market, pivotal to meeting the nation's economic and developmental aspirations in this 
new millennium.  
  
Another major new provision is the establishment of Investors' Protection Fund. The Act 
provides that a securities exchange or Capital Trade Point shall establish and maintain the 
fund to be administered by their individual governing councils respectively. The 
Securities and Exchange Commission is also a member of International Organisation of 
Securities Commission (IOSCO). It should be noted that the 1999 Investment and 
Securities Act was further amend in 2007 and 2019 hereby enhancing the challenges the 
Commission was facing in the regulation of the Capital Market, (i.e. Investment and 
Securities Act 2007, and Act 2019).  
 
8.  THEORETICAL FRAMEWORK  
 
8.1 The Interpersonal Need Theory 
 
The Interpersonal Need Theory is a theory evolved based on the Fundamental 
Interpersonal Relations Orientation (FIRO), which was introduced by William Schutz in 
the 1950s. The theory is based on the belief that when people get together in a group, 
there are three main interpersonal needs they are looking to satisfy i.e. affection/openness, 
control and inclusion. Schutz developed a measuring instrument that contains six scales 
of nine-item questions that he called FIRO-B. This technique was created to measure or 
control how group members feel when it comes to inclusion, control, and 
affection/openness or to be able to get feedback from people in a group. 
 
These categories measure how much interaction a person wants in the areas of socializing, 
leadership and responsibilities, and more intimate personal relations. FIRO-B was 
created, based on this theory, a measurement instrument with scales that assess the 
behavioral aspects of the three dimensions. Scores are graded from 0-9 in scales of 
expressed and wanted behavior, which define how much a person expresses to others, and 
how much he wants from others. 
 
The implication of this theory is that the degree of need compatibility between two or 
more people can make the difference between a happy and productive team and a 
dissatisfied and ineffective one. This leads to the concept of group compatibility. This is 
very useful to this theory, as it helps the Human resource Manager to determine the 
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compatibility of members of their organization. This is more so, as at the outset, one can 
choose a group of people who can work together harmoniously and can avoid situations 
where a group’s effort are wasted by interpersonal conflict. This theory also holds that 
interpersonal relationship is a resultant effect of the equilibrium of these needs. 
 
9. METHOD OF DATA COLLECTION 
 
For the purpose of this research, both primary and secondary sources of data were utilized. 
The primary source was the questionnaire. The questionnaire, was structured which 
comprised of two sections; Section “A” (demographic information of the respondents), 
and Section “B” (the actual research questions). The research questions contained in the 
questionnaire are “multiple choices” using the Likest Scale of “Strongly Agree”, “Agree”, 
“Strongly Disagree”, and “Disagree”). 
 
The choice of questionnaire was based on its advantage of a wider coverage, acceptability, 
easy computation and analysis of data collected, and cost and time efficiency. 
 
The secondary source of data includes; journals, magazines, textbooks, SEC periodicals, 
and other published materials. Electronic sources (internet or websites) were also 
explored. 
 
The Commission has a total of 1426 staff, with a sex distribution of 852 males and 574 
females, 824 staff deployed to the head quarters at the Abuja FCT and 602 to the 7 zonal 
offices (vis-à-vis; Ibadan Zonal Office 73, Kaduna Zonal Office 102, Kano Zonal Office 
99, Lagos Zonal Office 118, Maiduguri Zonal Office 53, Onitsha Zonal Office 61, and 
Port Harcourt Zonal Office 96).  
 
The target population is the 824 staff deployed to the headquarters, of which, 453 are 
males and 371 females, 5 are Executive Management Staff, 33 are Senior Management 
Staff, while 327 are Management Staff, and 459 are Junior Staff. The distribution across 
the three Commissions shows; Operations 272 staffs, Legal and Enforcement 305 staff, 
and Finance and Administration 247 staff. 
 
9.1 Instrument Of Analysis 
 
The tabular method was adopted in data presentation, while analysis of data was done 
using simple percentage statistical method. Below is the formula; 
 
Where x is the observed frequency to be determined, y the total frequency and  is the 
constant with which percentage is obtained. 
 
In testing the hypothesis, chi-square test of statistical analysis, was adopted. The choice 
of this method is owned to the advantage of a universally accepted degree of freedom and 
levels of significance that is used to test validity of hypothesis. 
The formula for calculating Chi-Square is 
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Where  is summation 
O is the “Observed Frequency” 
 
E is the “Expected Frequency”  
∑f is the total observed frequency 
df  is the “Degree of Freedom” (c – 1) (r – 1) = 6 
P = 0.05 
X2 (critical) = 12.592 
 
In hypothesis testing, if the calculated chi-square value for the set of data that are being 
analyzed is equal to or greater than the table value, the null hypothesis will be rejected. 
This implies that there is a significant difference between the data sets that cannot be due 
to chance alone. If the chi-square value calculated is less than the chi-square table value, 
then it can probably be said that any difference is due to chance. In summary, the rejection 
of the null hypothesis means that the differences between the expected frequencies and 
the observed frequencies are not due to chance, (i.e. they are not due to chance variation; 
there is a real or significant difference between them).  
 




This chapter deals with the presentation of data and analysis of data obtained from the 
field survey. It includes both data obtained from the administration of questionnaire and 
the interview conducted. The chapter also includes discussion of findings and test of 
hypothesis. Data are presented in tables and followed by detailed analysis. 
 
TABLE 4.1: EMOTIONAL AWARENESS AND EMPLOYEE PRODUCTIVITY 
RESPONSES FREQUENCY PERCENTAGE (%) 
Strongly Agree 56 46.67% 
Agree 19 15.83% 
Strongly Disagree 27 22.50% 
Disagree 18 15.00% 
Total 120 100% 
Source: Field Survey, 2019 
 
From the table 4.1 above, 46.67% of the respondents representing 56 of the 120 surveyed 
respondents, strongly agreed that, the awareness of your co-worker’s emotions helps you 
interact productively, 15.83% (i.e. 19 respondents) agreed to the above opinion, while 
22.50% 27  of the respondents strongly disagreed with this and 15.00% amounting to 18 
respondents disagreed. This implies that it is then correct to say that, awareness of co-
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worker’s emotions helps workers to interact productively. A clear example of this is in 
the area of acceptance one’s work group and the feeling of affiliation that it gives. Under 
conditions, where employees understands or are aware of each other’s emotions, conflict 
is better managed as conflict tendencies are eliminated and future conflict avoided. The 
impact of this in terms of productivity cannot be overemphasized.  
 
TABLE 4.2: EMOTIONAL CONSCIOUSNESS AND ROLE RELATIONSHIP 
AMONG EMPLOYEES 
RESPONSES FREQUENCY PERCENTAGE (%) 
Strongly Agree 44 36.67% 
Agree 32 26.66% 
Strongly Disagree 15 12.50% 
Disagree 29 24.17% 
Total 120 100% 
Source: Field Survey, 2019 
 
From the table 4.2, the 120 respondents in response to the whether their emotional 
consciousness had impact on their role relationship with others in the commission, 
responded in the following patterns; 36.67% (i.e. 44 respondents) strongly admitted to 
emotional consciousness having impact on their role relationship, 26.66% agreed (32 
respondents), while 12.50% (15 respondents), strongly disagreed and 24.17% (i.e. 29 
respondents). 
 
TABLE 4.3: SUPERIOR’S CONNECTIVE ABILITY AND EMOTIONAL 
SENSITIVITY AND THE INFLUENCE ON SUBORDINATES 
RESPONSES FREQUENCY PERCENTAGE (%) 
Strongly Agree 73 60.84% 
Agree 40 33.33% 
Strongly Disagree 3 2.50% 
Disagree 4 3.33% 
Total 120 100% 
Source: Field Survey, 2019 
 
From above table, of the 120 respondents, 60.84% strongly agreed to the opinion that 
connective ability and emotional sensitivity of superiors determines their level influence 
on subordinates. 33.33% of the respondents agreed to this, while only 2.5% and 3.33% of 
the respondents strongly disagreed and disagreed respectively. It is then acceptable to say 
that superiors with connective ability and emotional sensitivity are mostly likely to be 
more influential than those otherwise. This is very true in the case leadership, as 
subordinates criticize superiors whose emphasis is more on role relationship with little 
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4.4: TEST OF HYPOTHESIS 






















6 19 9 10 44 
Fin. & Admin. 20 7 6 4 37 
Row Total 43 36 18 23 120 
Source: Field Survey, 2019 
 
 
TABLE 4.5: CHI-SQUARE TABLE 
O E O – E 
 
 
17 13.98 3.03 9.18 0.66 
10 11.70 1.70 2.89 0.24 
3 5.85 2.85 8.12 1.39 
9 7.48 1.52 2.31 0.31 
6 15.77 9.77 95.45 6.05 
19 13.20 5.8 33.64 2.55 
9 6.60 2.4 5.76 0.87 
10 8.43 1.57 2.46 0.29 
20 13.26 6.74 45.43 3.43 
7 11.10 4.1 16.81 1.51 
6 5.55 0.45 0.20 0.04 
4 7.09 3.09 9.55 1.35 
Chi-Square Value 18.69 
Source: Field Survey, 2019 
 
Since the calculated chi-square value for the set of data that are being analyzed (i.e. 18.69) 
is greater than the table value 12.592, at .05 probability and a degree of freedom of 6 the 
null hypothesis (H0) which states that “workgroup with good interpersonal relationship 
will not perform better as a team in public organisation in Nigeria.” will be rejected.  
 
11. DISCUSSION OF FINDINGS 
 
Based on the objective stated earlier, respondent data was presented and analyzed and 
hypothesis tested. The alternate hypothesis (H1) “workgroup with good interpersonal 
relationship perform better as a team in public organisation in Nigeria” is hereby 
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accepted. Moreso as the test statistics is in the critical region thus, there is a significant 
relationship between interpersonal relationship and workgroup performance. 
 
To further buttress this, 46.67% of the respondents strongly agreed to awareness of co-
worker’s emotions enhance productive interaction, while 58.83% respondents agreed to 
hopefulness and optimism despite setbacks helps to maintain longitivity of relationship 
between colleagues. It is in this view that 40% of the respondents agreed that empathy is 
key to the understanding feelings of colleagues while one the job. 
 
Superiors that are able to connect with subordinates build positive relationship outside 
role relationship, and respond to the emotions of others (subordinates) are more likely to 
be influential and respected. This view was shared by 60.845% of the surveyed group. 
The influential nature of a leader and the respect he or she commands is a great success 
factor. It is in same vain that respondents (60.83%) admitted to interpersonal relationship 
making workgroup more comfortable. This is because co-workers will better understand 
themselves in the process; this was shared by 47.50% of the respondents. This is line with 





From the study “Interpersonal Relationship and Human Resource Management in Public 
Organisations: A Study of Securities and Exchange Commission of Nigeria”, it can be 
conclusively stated that; the self conception and emotional consciousness of individuals 
in a workgroup is what determines the nature and productivity of their interactions within 
the group, while emotional consciousness is informed by how the individual (employee) 
sees themselves and the workgroup members (i.e. empathy), self conception is a product 
of their socio-cultural  background. 
 
The nature or pattern of interaction that will exist among workers is dependent upon the 
nature of task to be jointly accomplished. Superiors that are sensitive to subordinate’s 
emotion are more influential in workgroups, because where there is good interpersonal 
relationship among workgroups; the group members become very compatible and 
submissive. Thus, good interpersonal relationship improves the performance workgroups 
in public organisations in Nigerian, because it gives members of the workgroup a great 
sense of belonging (i.e. inclusion, control and affection) and keeps them motivated, 
devoted and committed to their work, as they will understand and appreciate their 
colleagues more under this pattern of relationship, thus knowing each other’s feelings, 
weaknesses and temperaments hereby knowing where they fit-in and where to align. 
Hence, interpersonal relationship is a vital tool for resolving and maintaining an almost 
conflict free situation in public organisations, as conflict tendencies are quickly noticed 
and avoided. 
 
In conclusion, one can say that a regenerative relationship pattern that will allow for a 
“win-win” situation out of cooperation and care, bounded by openness and trust, out of 
strong rapport, and intimacy should be encouraged, in other words, a relationship situation 
where workgroup members are more or less for each other than against each other, in 
which they will help themselves in cases of difficulties rather than letting the individual 
wallow in anxiety, but flourish in tranquility of mind that personal insecurities are secured 
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by interpersonal relationship bonds in workgroup. This no doubt is the ideal for efficiency 




It is worthy of note to state that a clear understanding of the very issues in the 
interpersonal system of the individual in a workgroup in public organizations is a key 
factor to the effective and efficient utilization of the human resource of these 
organizations. These knowledge is paramount as there are variations in individual 
behavior (i.e. individual differences), no two individuals behave alike and these 
differences affect the way they interact or relate to each other in their workgroup. 
 
The effort of the human resource manager will be futile, if he or she have no knowledge 
of these interpersonal relationship processes. People are bound to interact and it is the 
nature of this interaction that determines how effective and efficient these individuals can 
function on their role in the organization (i.e. productive pattern of interaction). Thus, 
human resource manager should understand the dynamics of these interpersonal process 
called interpersonal relationship. To enhance and exploit the advantages of interpersonal 
relationship, the human resource manager should; 
i.Understand the setting of interpersonal relationship, what informs it, how best to utilize 
these factors to best actualize human resource efficiency and promote those that further 
the process and discourage those that reduces the tendencies of goal achievement. 
ii.The manager also should be conscious of the self conception of his workforce and their 
value system, which is usually shaped by their environment (socio-psychological 
background) as this will guarantee the understanding of the personal frame of reference 
of the individuals whom the human resource manager manages. 
iii.Human resource managers should design positive relationship development activities 
among their workforce. E.g sport activities, cultural celebration, end of the year party etc. 
It is also important to inculcate all these activities, strategies that will allow for the 
individual to be very much aware of his feelings. Such activities could include personal 
contacts, counseling sections, retreats, etc. as this will help the individual develop self 
confidence in him and also open-up (self-disclosure) and become more trusting, hence 
finding happiness in his/her workgroup. 
iv.Having been able to achieve the above, the manager can step into building a strong and 
favourable interpersonal relationship with and create same among the individuals he or 
she manages. Managers should be more open to the individuals they manage, (i.e. 
agreeing to share thoughts and feelings with them and allowing them to as well develop 
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